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The primary purposes of this paper are to analyze the
problem of absenteeism among the employees at Georgia Men¬
tal Health Institute, and to identify the factors and major
variables contributing to this problem.
The methods and procedures used in gathering the data
consisted of: (1) staff and management questionnaires, (2)
participatory observations, (3) review of personnel records,
(4) various newspaper articles, books and magazines.
Findings from this research indicate that a number of
the employees are not satisfied with their job, and absen¬
teeism is a form of protest against this dissatisfaction.
Other findings indicate that male and female employees with
child care problems tend to show higher absenteeism rate.
Transportation is another major reason for absenteeism.
This research also indicates that a number of employees are
not satisfied with their work schedules, and the
adaptation of work schedule such as flex-time may help to
1
2
improve this problem and other related problems such as
chronic lateness and high turnover.
Finally, this research revealed that absenteeism due
to the need to conduct "personal business" is the most
prevalent reason given for absenteeism problem. "Child
care" was also the second most frequent reason for absen¬
teeism among employees at Georgia Mental Health Institute.
Reduction of employees job dissatisfaction, tardiness, and
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I. INTRODUCTION
This research study concentrates on the problem of
absenteeism among the employees at Georgia Mental Health
Institute (GMHI). The relationship between absenteeism and
other variables such as job dissatisfaction have been ex¬
amined from the viewpoint of both the managers and subordi¬
nates. Further investigation of the absenteeism problems
in particular, and other employee problems (tardiness, high
turnover, low motivation, job dissatisfaction) in general
may lead us to possible solutions to these problems.
The absenteeism problem is an age-old problem. In
early Egypt, absenteeism was attributed to one of three
causes; the absentee was sick, mollifying the Gods or just
1
plain lazy.
Today, in modern business this problem is not
different. Roughly half of the employees' reasons for
absenteeism are justifiable. However, the other half is,
generally, due to the fact that the employee would rather
be somewhere other than at work. Employees who do not think
going to work is important will just call in "sick," while
others who are more conscientious and honest will go to work
I
Wilbert E. Scheer, Personnel Administration Handbook
(Chicago; The Dartnell Press, 1979), p. 967.
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even though they may have legitimate and acceptable reasons
for taking sick leave.
Absenteeism rates vary from one organization to
another, and from region to region. According to the 1983
statistics of the U.S. Department of Health and Human
Services, the days lost from work annually of males
employeed in the southern regions of the United States,
between the ages of 17 and 64 years was 4.9 percent during
1980, the female absenteeism rate for the same regions was
2
5.0 percent. By comparison, only in a three-month period,
the writer found that at GMHI, the absenteeism rate for men
was 3 percent, while that for female was 2.52 percent.
Therefore, on an annual basis, men at GMHI are absent an
average of 12 days and women an average of 10 days, dis¬
tinctly higher than the published statistics. It is this
observation that provided the impetus for the writer to
undertake this study.
The main purpose of this study is to analyze the
absenteeism problem at GMHI. Variables such as tardiness,
high turnover, and low motivation were considered as they
relate to employee absence. Additionally, rates of
absenteeism were compared to the personnel data of various
employees. Questionnaires were also used to analyze
2
U.S. Department of Health and Human Service, Vital
Health Statistics, Series 10, No. 143 (July 1983), p. 48.
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absentee rates. Finally, recommendations and solutions are
proposed at the end of this study.
II. THE PROBLEM AND ITS SETTING
The Agency
The Georgia Mental Health Institute opened its doors
in November 1965 as the first of Georgia's new state mental
hospitals as the State sought to modernize psychiatric care.
In 1973 it was decided that GMHI would become a regional
hospital to help serve the growing population in the metro¬
politan Atlanta area as well as seventeen counties stretch-
3
ing from Atlanta to the northeast Georgia border.
The Internship Experience
The internship began in September 1985 and terminated
in April 1986. The main objective of the Human Resources
Development Department of GMHI is to provide each employee
with the necessary training to develop the skills which he
needs. It is also responsible for providing the general
orientation for new employees. The writer's responsibility
was to assist the trainers in developing courses that are
be needed by employees. The writer also prepared the
material and information necessary to design these courses
as well as many other assigned tasks necessary for training
and development of personnel.
3
Georgia Mental Health Institute, Employee Orienta¬
tion (Atlanta, Ga.: Georgia Mental Health Institute, 1983),
pp. 1-5.
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III. STATEMENT OF THE PROBLEM
During the period of internship at Georgia Mental
Health Institute (GMHI), high absenteeism, tardiness, high
turnover, job dissatisfaction, and low motivation among
employees were observed. For example, many employees were
calling in sick, others were either late reporting to work
or returning from lunch breaks.
During the course of the internship, the writer
observed low motivation, job dissatisfaction, and employee
terminations (either voluntarily or involuntarily) within
the institution. These observations led the writer to
analyze the serious problem of absenteeism at GMHI. This
problem burdens the management and the organization as a
whole. Further analysis of this problem has provided
valuable insight into the positions of management and staff
that will help to arrive at an optimal solution to this
problem.
The main objective of this research is to determine
and identify the factors and major variables contributing
to the absenteeism problem. Recommendations and solutions
made at the end of this paper will, hopefully, be instru¬
mental in curtailing this problem.
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IV. REVIEW OF THE LITERATURE
Employee absenteeism is one of the most serious and
complex problems facing organizations in both the private
and public sectors. Absence from work is one of the every¬
day managerial realities that has far-reaching impact on
organizational operations.
This review of the literature deals with several
issues that are related to employee absenteeism. Personal
factors that relate to employee absenteeism such as age,
sex, tenure, marital status and number of dependants are
fully discussed. Other factors that affect absenteeism
such as education and size of the work group are also
discussed. Job dissatisfaction as it relates to absentee¬
ism, is reviewed from the past to the present.
This review also focuses on the relationship between
employee absenteeism and other employee behaviors such as
high turnover and lateness. It was observed that the
effects of absenteeism on individuals and the organization
seem to be of significance to many authors. Additionally,
costs of absenteeism are included in this section.




Personal Factors Related to Absenteeism
Personal factors that give rise to employee absentee¬
ism are age, sex, tenure and marital status. The author
/
presents a brief discussion of each of the following
factors;
Age
Jackson shows in his study, that there are mixed
results in the relationship between age and absenteeism.
He points out that younger and older workers are usually
4
absent more frequently than middle-aged workers.
Sellet examined the association of age and
absence severity and frequency rates for 88 female pack¬
aging department workers over a one-year period. Age
groups examined were 45 years old and younger. Severity
rate is defined as the measurement of time lost per absence.
Frequency rate is the measurement of the number of times
employees have been absent.
This study found that there was no significant
difference between the two groups in terms of absence
severity. A significant difference was found between the
groups when the absence frequency was analyzed. Sellet
concludes that the mean frequency rate for the older and
4
J.J. Jackson, "Factors Involved in Absenteeism,"
Personnel Journal 12 (April 1944): 289-295.
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younger employees was 3.6 and 5.6, respectively.
Another study was done by Kahne, Ryder, Snegineff, and
Wyshak to investigate the relationship between absenteeism
and age. They analyzed the absentee records of 479 males
and 140 females that worked in a food-processing plant.
They found that older workers were absent for longer
periods, while younger workers were absent more often, to
6
the extent that their total days lost were greater.
Merchant reported that there were positive
relationships between age and absenteeism. He also found a
significant correlation between absentee rates and age in a
7
sample of 286 elementary school teachers in Virginia.
However, other surveys of teachers in Michigan found that
8
absenteeism was not significantly related to age.
Sex
The difference between men and women is one of the
important factors that affect absenteeism. Several studies
5
Lucien R. Sellet, "Age and Absenteeism," Personnel
Journal 43 (June 1964): 309-313.
6
Hilda R. Kahne et al, "Don't Take Older Workers for
Granted," Harvard Business Review 35 (November, December
1957); 90-94.
7
R.E. Merchant, "The Effect of Selected Variables on
Teacher Absenteeism" (Ph.D. dissertation. University of
Virginia, 1976), p. 6187-A.
8
R.D. Collier, "An Analysis of Teacher Absenteeism and
Its Relation to Teacher Morale and Demographic Characteris¬
tics of Teachers" (Ph.D. dissertation. University of Vir¬
ginia, 1975), p. 6388-A.
9
show that female employees have higher absenteeism rates
9
than do males. Men appear to be absent for longer periods
10
of time than women. The Life Office Management Associa¬
tion's report on absenteeism in the insurance industry,
showed women had a higher absenteeism rate than men, during
the year 1970. Women claimed 3.71 absence periods compared
to 1.57 for men. During the same period, women were absent
11
6.67 days compared to 3.66 days for men.
A study of absenteeism in a large Canadian firm found
that females were absent for longer periods than males.
Thirty-eight percent of the males sampled were absent 1-3
days compared to thirty five percent of the women. How¬
ever, a greater percentage of women than men were absent
12
for periods of 4-12 days.
Tenure
The relationship between tenure and absenteeism has al¬
so been studied. Jackson found in his study a negative
9
K.R. Garrison and P.M. Muchinsky, "Attitudinal and
Biographical Predictors of Incidental Absenteeism," Journal
of Vocational Behavior 10 (October 1977): 221-230.
10
P.E. Taylor, "Absent Workers and Lost Work Hours,"
Monthly Labor Review 102 (May 1978); 49-53.
11
Life Office Management Association, Illness, Absence
and Separations (New York; Life Office Management Associa¬
tion, 1971), p. 4.
12
Alain-Daniel Dekar, "Absenteeism, A Fact of Life,"
Personnel Journal 48 (November 1969); 881-888.
10
relationship between tenure and absenteeism. It showed
that workers who are tenured have loyalty to the organiza-
13
tion, resulting in decreased absenteeism. Some studies
also show the impact of tenure on absentee rates of those
in the field of education. A study of absenteeism in a
single school system over a 30-year period (1939-1969) found
that teachers having 10 years or less experience were absent
14
more often than those having 10 years or more.
Marital Status and Number of Dependents
Research shows varied relationships between absentee¬
ism, marital status and family size. Females with children
are absent more than those without children. This is due to
15
increased domestic demands made upon the mother. Studies
show that there is a positive correlation between family size
16
and absenteeism. However, other writers found no correla-
17
tion between the two variables. Women with large families
13
Jackson, "Factors Involved in Absenteeism,"
pp. 289-295.
14
R.O. Gibson and K. LaFornara, "Collective Legitimacy
and Organizational Attachment: A Longitudinal Case Study of
School Personnel Absences." Paper presented at 1972 Ameri¬
can Education Research Association, (Eric Reproduction
Service No. Ed. 112-499), pp. 5-10.
15
Hilde Behrend, "Voluntary Absence From Work,"
International Labor Review 12 (February 1959): 109-140.
16
James C. Naylor and Norman L. Vincent, "Predicting
Female Absenteeism," Personnel Psychology 12 (1959): 81-84.
17
Garrison and Muchinsky, "Attitudinal and Biographi¬
cal Predictors of Incidental Absenteeism," pp. 221-230.
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tended to have a higher level of casual absence, especially
18
during holidays where children were involved.
Gerstenfeid showed in his study that working mothers
whose young children needed frequent attention when they
were sick, had a higher rate of absenteeism. While the
mother stays home with her sick child, such a relationship
would not be significant for the working father. Dependent
children affect the mothers' decision to go to work or to
stay home.
Management is urged to consider the problem of child
care as a major contributor to absences where working
mothers are employed. Large organizations should consider
day care centers while the managers of smaller companies
might pool their resources to provide the child care that
19
would reduce the absenteeism of the working mother.
Janice Hedges reported that data provided by the Bureau of
Labor Statistics show that married males had a lower
absentee rate than single males, but married females had a
20
higher absentee rate than single females.
18
N. Nicholson and P.M. Goodge, "The Influence of So¬
cial, Organizational, and Biographical Factors on Female
Absence," Journal of Management 13 (October 1976): 234-254.
19
Arthur Gerstenfeid, "Employee Absenteeism: New
Insights," Business Horizons 12 (October 1969); 51-57.
20
Janice Hedges, "Absence From Work...A Look at Some
National Data," Monthly Labor Review 96 (July 1973): 24-30.
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Other Factors That Affect Absenteeism
Education
Data that were gathered regarding the relationship
between absenteeism and education indicated that more highly
educated employees demonstrate lower rates of absence. The
Bureau of Labor Statistics' (BLS) data for 1968 supports
21
this hypothesis.
Some studies, however, did not agree with the BLS
data. For example, a study conducted on female employees
in San Antonio, Texas indicated that there was no signi¬
ficant difference in absence behaviors between high school
graduates and employees holding post-secondary degrees.
However, employees who had attended business college had a
lower absentee rate than those who did not. The authors
rationale for these results is as follows:
We suspect that this finding is attributable to
the fact that females who attend a business
college are more likely to have a genuine
interest in clerical work and are more likely
to be interested in pursuing a career. Hence,
they may be inclined to take less sick leave
than would females who have never attended a
business college.^2
Better educated employees usually have higher paying
21
U.S. Department of Labor, Bureau of Labor Statistics,
Employment and Earnings (Washington, D.C.: Government
Printing Office, 1973), p. 20.
22
Charles N. Weaver and Sandra L. Holmes, "On the Use
of Sick Leave by Female Employees," Personnel Administra¬
tion/Public Personnel Review {September-October 1972): 46-50.
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jobs, and they have greater satisfaction on the job than
those employees with less education. As Backeuheimer states:
Education is intricately related to both job
responsibility and occupational status, and it
is probably these factors rather than education
which are the most important variables in absence
behavior.23
Group Size
The size of the work unit appears to have some
relationship to absenteeism. The larger the work group,
the greater the absenteeism. When the work group gets lar¬
ger, an employee's opportunity to have his expectations
24
confirmed decreases. The organizational status is an
important variable in the absence and group size relation¬
ship. This point is highlighted by the following quotation:
An increase in size could result in lower
group cohesiveness, higher'task specialization,
and a lower level of communication. Such
result could make it more difficult to fulfill
one's expectations, resulting in increased
tendencies to withdraw. We would expect such
an explanation to be more applicable to blue-
collar than to white-collar employees since,
on the whole, white collar employees have more
position to discover alternate avenues to
intrinsic rewards.25
23
Michael S. Backeuheimer, "Demographic and Job Charac¬
teristics As Variables in Absences for Illness," Public
Health Report (December 1968): 1029-1032.
24
L.W. Porter and R.M. Steers, "Organization, work, and
Personal Factors in Employee Turnover, and Absenteeism,"




Job Satisfaction and Absenteeism Relationship
The relationship between absenteeism and job satis¬
faction was investigated several years ago by Floyd Mann.
The rate of absenteeism was used to measure the effective¬
ness of the organization. The study concluded that the
rate of absenteeism was related to employee job satisfac¬
tion, in that war production workers who were satisfied
with their work environments had a low rate of absenteeism.
This suggests that absenteeism should be regarded as a
26
human relations problem.
A study was conducted by the Detroit Edison Company to
measure the absenteeism rate among white- and blue-collar
workers. The white-collar workers were performing clerical
and accounting functions, while the blue-collar workers were
installing the overhead electric power lines. There were
163 white-collar workers and 251 blue-collar workers. This
study found that work group absentee rates were related to
the differing attitudes and opinions of the workers in the
group. It found that work groups demonstrating lower
absentee rates had workers who were more satisfied with
their supervisor, promotional opportunities, the job itself
and the company in general. Additionally, this study found
that employees who have freedom to discuss related problems
26
Floyd Mann, Absences and Employee Attitudes in
Electric Power Company (Ann Arbor, Mi.; Survey Research
Center of the University of Michigan, 1952), pp. 3-16.
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with their superiors, showed a lower rate of absence than
those who do not. Blue-collar workers, demonstrating lower
absentee rates, were those who had superiors who were
available to discuss their personal problems with them.
Supervisors who typically hold group discussions or
informational meetings have workers with lower absenteeism
rates than those who do not. Group decisions specify goals
and give each employee a feeling of responsibility for the
success of the decision.
This study indicated that satisfaction with supervisors
has a relationship to absenteeism. Absences are directly
related to how an employee feels about his superior. If an
employee feels that his supervisor is adept at handling
people, will defend him, and whose behavior is generally
acceptable, his absentee rate will be lower.
This study also revealed that there are four group
factors that go along with low absenteeism. They are group
spirit, group pride, group solidarity and having each
member to feel as though he is a part of the group.
Employees usually like to have a sense of belonging.
Groups that demonstrate lower absentee rates are generally
those whose employees feel as though they are a part of
their crew and are included in every activity.
The study also shows that absenteeism rates (AR) have
some relationship to blue-collar workers' perceptions of the
opportunities available to perform those functions at which
16
they feel most adept. The need for self-expression is an
important motivational factor for many workers. Most
employees want a job that will afford them an opportunity
to demonstrate their abilities and skills. Finally, the
study shows that absences are also related to employees'
satisfaction with wages.
This satisfaction is determined by both the
amount of financial need a person feels and
the possibility he sees in the work situation
for satisfying that need. Both the need and
possibility for satisfying the need are
influenced by certain aspects of the job which
are under the control of the supervisor.27
In recent years many studies have found that fair pay
and promotion in the job would help solve the absenteeism
problem.
A study of oil refinery workers, found that
employees who stated that their employers
provided fair pay and promotional opportunities
had lower absences. 28
Mark Durand found that there is no relationship
between pay and promotion policies and absenteeism.
However, if pay and promotion are attainable through
improved performance, including low absenteeism, then a
29




V. Mark Durand, "Employee Absenteeism; A Selective
Review of Antecedents and Consequences," Journal of





Theories such as the equity theory have tried to
explain employee satisfaction or dissatisfaction with pay
and its effect on absenteeism and turnover.
The Equity Theory contends that pay satisfaction
exists when an employee's job inputs (such as
education, experience, effort, seniority, and
training) and outputs (such as pay, promotion,
and intrinsic rewards) are equivalent to the
job inputs and outputs of the other employees
the employee considers comparable. If there
is inequity, the employee will change his
behavior (for example, decreased performance);
if the behavior cannot be changed, he changes
attitudes (reduced satisfaction); and finally,
he withdraws (absenteeism, turnover).^®
Many theories contend that absenteeism is caused by
job dissatisfaction or an undesirable work situation.
Studies show that:
Employees who find their job more challenging,
more interesting# or more pleasurable in other
ways will be absent less often than employees
who find their jobs less pleasurable. Although
it is recognized that absenteeism may be caused
by the employee's inability to come to work,
motivation to attend work is assumed to be a
major factor determining how often an employee
is absent.
Scott and Mabes "...concluded that employee attitudes
32
toward their work have a major influence on attendance."
The inverse relationship between job satisfaction and
30
William, F. Gluech, Personnel; A Diagnostic
Approach (Dallas: Business Publication Co., 1978), p. 405.
31
K. Dow Scott and Dennis A. Mabes, "The Job
Satisfaction/Absenteeism Relationship," Akron Business and




absenteeism has been studied by many researchers. Some
found that there is a weak relationship between the two
variables. Some suggest that the relationship between job
satisfaction and absenteeism should receive a more thorough
33
examination. Other studies concluded that a relationship
34
between job satisfaction and absenteeism does exist.
In five out of seven studies where women were the
exclusive participants, no relationship was found between
35
job satisfaction and absenteeism. A more recent study
"...found no relationship between job satisfaction and
36
absenteeism for a sample of female telephone operators."
Men typically react differently to their jobs than do
women, which explains the differences in the results of the
studies discussed above. Research has shown that men
37
usually claim greater satisfaction from work than do women.
Job Satisfaction/Absenteeism - Men vs. Women
Studies by Smith et al found job satisfaction dif¬




P.M. Muchinsky, "Employee Absenteeism: Review of the
Literature," Journal of Vocational Behavior (October 1977):
316-346.
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in a study of fifty-one matched pairs of university pro¬
fessors found little or no significant differences between
38
the sexes.
Even in the event that the levels of job satisfaction
do not differ between the sexes, the outcomes may. Hunt and
Saul found that for men, job satisfaction was related more
closely to tenure, while women associated it with age.
Absentee rates and patterns differ between the sexes
with the rates for women being higher. Fitzgibbons and Moch
have concluded that such differences in patterns indicate
39
that men and women are absent for different reasons.
Research was done on 181 hourly employees of a large
retail department store. Men held 42 positions and women
139. Fifty-four percent worked part time and 46 percent,
worked full time. The average wage was $4.77 per hour and
an average of 9.6 days of paid absences per year were re¬
ceived. Absence was defined as failing to report when regu¬
larly scheduled (vacations, holidays, etc. were excluded).
Frequency and total number of hours absent were taken
from employee records. A questionnaire was distributed to
125 employees; 78 responded. Those who responded did not
38
D.B. Smith, and W.T. Plant cited in Scott and Mabes,
"The Job Satisfaction/Absenteeism Relationahip," p. 44.
39
D. Fitzgibbons and M. Mock, "Employee Absenteeism: A
Multivariate Analysis With Replication," Organizational Be¬
havior and Human Performance 26 (December 1980); 349-372.
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significantly differ from the total population.
The researchers had made three predictions. First,
that men would be more satisfied with their jobs than women
They found that job satisfaction was in fact lower for men
than for women.
Secondly, they predicted that women would have a
higher absenteeism rate. This proved true, although the
difference was not significant.
Finally, they predicted that there would be an inverse
relationship between job satisfaction and absenteeism for
men, but that this would not exist for women. This proved
40
correct.
There have been mixed findings on the relationship
between peer group satisfaction and the level of absentee¬
ism. It has been assumed that the satisfaction with co¬
workers would be negatively related to employee absenteeism
A study observing female clerical workers, suggested that
as satisfaction with co-workers increased, the employee's
absenteeism decreased. The same study was done two years
later using the same workers, no relationship was found
41
between satisfaction with co-workers and absenteeism.
Many workers need some responsibility, including
40
Scott and Mabes, "The Job Satisfaction/Absenteeism
Relationship: Gender As a Moderating Variable," pp. 44, 46.
41
Durand, "Employee Absenteeism: A Select Review of
Antecedents and Consequences," p. 141.
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decision-making responsibilities. It has been assumed that
the more workers are involved in decision-making the less
likely they are to be absent from work. Westman and Davis
"...found that factory workers who were allowed to correct
or adjust their machines had less absences than workers not
42
given the responsibility."
An employee's satisfaction with organizational
scheduling is a very important factor for reducing
absenteeism. Many studies have shown that the introduction
43
of flex-time would solve the absenteeism problem.
Accordingly, many organizations have allowed workers to set
their own schedules.
A study was conducted by Narayanan and Nath in 1982 to
research the effects of flexible work schedules on absentee¬
ism. Absenteeism data on approximately 240 workers of a
large multi-national corporation were collected. The em¬
ployees who participated in the experimental group were on
flex-time. The system required that the workplace be
staffed during core periods (9:00 - 11:30 am and 1:30 -
3:30 pm). An individual could complete his eight hour tour
44
any time between 7:00 am and 7:00 pm.
42
Fried J. Westman and M.K. Davis, "Man-Machine
Interaction and Absenteeism," Journal of Applied
Psychology 56 (October 1972): 428-429.
43
Durand, "Employee Absenteeism: A Select Review of




A comparison group was required to work the traditional
fixed eight hours. The results indicated a significant
decrease in absenteeism in the group that was under flex¬
time. However, no decrease in absenteeism was found in
groups performing under the traditional fixed eight-hour
work day. Allowing employees to adjust their work schedules,
seems to be an effective way to decrease absenteeism. Con¬
venient work hours allows individuals to conduct their per¬
sonal business, make medical appointments, and attend other
45
non-work-related activities.
Effect of Absenteeism on Individuals and Organizations
There can be no doubt of the significance of absentee¬
ism to management. It can cause idle machines, reduce out¬
put, increase cost, and cause extra strain upon those
employees who do turn up for work. The personnel manager
is concerned, too, about the way absenteeism reflects
morale, especially when high absence rates in particular
departments may indicate bad management.
Absenteeism has different consequences for different
parts of the organization; on some it is positive, on
others, negative.
The constituency approach advanced by Goodman and Pen-





The possible constituencies include the individual
who is absent, individual co-workers, the work
group, the organization, the union, other social
organizations, such as the family, and aggregate
social units, such as community and society.
An individual will gain a positive effect, because
absenteeism will reduce stress and allow him to pursue some
non-work related activity. It can be negative due to less
pay, disciplinary action, and overtime; the employee may
come to believe that his absence is due to an undesirable
47
work situation.
Co-workers can benefit by having an opportunity to
work on different jobs and getting overtime pay. However,
this could be perceived to be a burden rather than a bene¬
fit. Additionally, the absenteeism of one could translate
into a perception that work circumstances are undesirable
48
causing discontentment of the co-workers. The conse¬
quences to the work group are the same as those to the co¬
workers and the organization.
Unions stand to gain, in that absenteeism can be used
as a tool against management. It produces grievances and
the union leaders win, the union will gain solidarity and
power. However if they lose, they lose solidarity and
46
Paul Goodman, Robert Atkins and Associates, Absentee-








The family can gain by having health, marital or
child-related problems dealt with, but it can lose through
50
loss of income and aggravation of problems.
Cost of Absenteeism
Absenteeism is undesirable because of cost and
operating problems. These are enumerated as follows;
1. Cost of fringe benefits continue even when the
workers are absent.
2. Cost of overtime pay to co-workers.
3. Under-utilization of facilities and reduction in
production because of reduced output due to
understaffing.
4. Training costs.
5. Increased time spent by management.
It has been estimated that over 400 million work
days and between $8.5-26 billion per year are lost due to
51
absenteeism. A study estimated the costs of absenteeism
in one factory between $55.36 and $62.49 per incident in a
four year period. The total estimated absenteeism costs for
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There are many ways to classify the cost associated
with absenteeism. One is by estimating the number of addi¬
tional workers that have been hired to offset the effects
of absenteeism; for example, if a firm is in need of 100
production workers to produce efficiently, a certain per¬
centage of these workers are expected to be absent. The
factory may hire additional workers (replacements) to offset
absenteeism. The cost of training, selecting, recruiting,
and paying these additional workers, is one way to estimate
absenteeism costs.
Causes of Absenteeism
In order to resolve the absenteeism dilemma, organiza¬
tions must know the actual causes. According to William F.
Gluech, employees can be absent from work for several rea¬
sons, such as job dissatisfaction, sickness and injury,
death in the family, repetitive or unenriched jobs, lack of
group cohesiveness, personal problems, transportation, and
53
so on.
Each employee has his own reason for being absent.
Some studies reported that "planned” absence may occur in a
52
B.A. Macy and P.H. Mirvis, "Measuring Quality of Work
and Organizational Effectiveness in Behavioral-Economic
Terms," Administrative Science Quarterly 21 (1976); 212-226.
53
William F. Gluech, Personnel Diagnostic Approach,
p. 743.
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family situation where both the wife and the husband work
and need to take care of various responsibilities in their
54
own life. Other studies state that "there exists a
higher probability of absences among employees that must
55
travel longer distances than employees who do not."
Employees who perform less significant tasks tend to be
absent more than those employees who perform higher tasks.
"People such as clerical workers, who are not on the career
track, tend to be absent more than the 'professional' staff
56
within the company."
Many employees use sick leave as a reason for being
absent. However, sick leave provisions were originally
established to help the employee who had to stay away from
the job because of sickness. "Sick leave is a form of
insurance to be (used) when really needed, not a free time
57
privilege to be exploited to the hilt."
Some studies showed that the average public employee
uses 5 to 6 days of sick leave per year. This averages
out to one leave day or more at a time. In Phoenix,
Arizona, about 25 percent of the employees who are surveyed
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did not use sick leave at all, and 90 percent of all leaves
58
were less than four days. Other surveys also show that
there is some relationship between the time of the year and
sick leave.
San Bernardino County, California, discovered that
sick leave increases during the first three months of the
year. Sick leave usually decreases in September, but in¬
creases during the month of October, and decreases again in
November. Similiar findings of this survey was discovered
59
in Springfield, Illinois, and Sacramento, California.
Some studies also show that employees who are in lower
salary brackets tend to use more sick leave than those in the
the higher brackets. The size of the departments also
showed some effect on the sick leave. Employees in large
departments have more sick leave than those who are in
60
smaller ones.
Two California State studies, in 1949 and 1955 found
that, the majority of the absences were for one day or
less; women have more sick leaves than men and age did not
make a difference. The study also showed that sick leave
61
usage tend to increase during holidays or weekends.
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A Study has found that employees have a higher
62
absenteeism rate on Monday and Friday following payday.
Other studies indicated that absenteeism increased from
1960 to 1975. Approximately 4.3 percent of employees are
absent for part of the week at 2.3 percent for a full
week: which was due to the greater availability of paid
63
sick leave.
Management employs various solutions to sick leave
problems. These solutions, of course, may vary depending
on the type of organization. Some organizations give
extra vacations or cash payment for unused sick leave, or
a combination of the two. Another solution is to main¬
tain the system, but improve the administrative controls.
Controlling Absenteeism.
Control of the absenteeism problem should begin with
continuous monitoring of absenteeism statistics in the
organization's units. This monitoring would help managers
in the organization to pinpoint individual workers who are
frequently absent and the departments with excessive
absentee rates. Rewards for good attendance, bonuses
that are given for missing fewer days, and buying back
unused sick leave are good methods for reducing absen¬
teeism. But if the absence is excessive, the employee
62




should be dismissed. The company's policies toward
absenteeism should be spelled-out clearly in the
64
employee's handbook.
Three categories of absenteeism control are;
1. Disciplinary Approach
This approach was used by a large paper company in
Mobiler Alabama. They found that "people who were
absent were first given an oral warning, but subse¬
quent absences brought written warnings, suspensions,
and finally dismissals. In five years under this
system, 70 workers were fired and the absenteeism
65
rate dropped from 7 percent to around 4 percent."
2. Positive Reinforcement
This approach includes methods such as giving employees
cash, time off, recognition, and other rewards for good
attendance. In a firm, employees that have perfect
attendance records were given the right to participate
in lotteries with cash rewards. This program reduced
66
the absenteeism problem in this firm. Cash bonus
programs were used in aerospace companies for good
64
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records of attendance. Employees with six months of
perfect attendance earn $100 or 40 hours of pay, which
was even larger. Employees who had no more than three
incidences of tardiness or leaving early could earn $50
or 20 hours of pay, whichever was larger. Overall,
absenteeism decreased by 34 percent for the first six
67
months periods following the start of the program.
Lotteries in the organizations is also one way to in¬
crease employee attendance at work. Employees in one
program could qualify for a $10 monthly lottery if
they had perfect attendance for one month. Using this
system resulted in a 30 percent decrease in absentee-
68
ism among 80 production and office workers.
3. Combination Approaches
This approach rewarded desired behavior and punished
undesired behavior. At a Detroit architectual
engineering firm each employee gets a time-off
"account", against which vacations, holidays, and sick
days are drawn. If employees run out of days in their
accounts they are not paid for the days missed.
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However, they can accrue sick time yearly.
According to Donald P. Crane (1986), at least 50 per¬
cent of absenteeism problems can be controlled if the fol-
70
lowing methods are used in departments or organizations.
1. Stress good attendance. Employers need to inform
their employee, that they need to be on time every
day.
2. Require employees to call in when they have to be
absent.
3. Request reasons for employees absences. Manager
should ask the reason for the employees absence, but
not accept any excuse.
4. Record attendance daily for each employee. This
will help identify chronic absenteeism.
5. Discuss individual attendance records with the
employees on a regular basis.
6. Caution employees of consequences of continuing to
be absent.
7. Check on the employee at home when he calls in sick.
8. Check the department's attendance.
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V. METHODOLOGY
The problem of absenteeism at GMHI was analyzed through
information gathered by employing the following data
collection techniques.
1. A questionnaire was given to employees in various
departments. The objective of this questionnaire
was to gather personal information and data
regarding job dissatisfaction, employee motivation,
pay incentives, work conditions, and causes that
relate to employee absenteeism. Sixteen
questionnaires were given to management in an
effort to measure the absenteeism, tardiness, rate
of turnover, and motivational levels of employees
as seen by the management of various departments.
Specifics of the research instrument such as nature
of instrument and manner of distribution are ex¬
plained in the introduction of the analysis
section.
2. Participatory observations noted during the
writer's internship experience are incorporated
into this research study.
3. A review of selected documents explaining the




4. Finally, published in various newspapers,
journals, and books were used for the Review of
Literature and Analysis of the Data.
VI. ANALYSIS
In this section of the paper, the problem of absenteeism
among employees at Georgia Mental Health Institute (GMHI) is
analyzed. The factors and major variables contributing to
this problem are identified and discussed.
The conducted research began with the administration of
100 questionnaires to 100 employees of GMHI. Fifty-six of
these questionnaires were returned. The respondents were
twenty-two males and thirty-four females. These
questionnaries were provided with self-addressed, postage
paid envelopes, and were completed at the employees'
convenience. Personal data such as sex, age, education,
marital status, number of children, age of children, and
number of years at GMHI were collected. The composition of
the sample is summarized in Table 1.
Personal Factors / Absenteeism Relationship
The relationship between personal factors and Mean
Absenteeism Rate (average absenteeism rate) was discussed in
this part of the analysis. The personal data that were
analyzed were sex, age, length of service at GMHI, age of





THE COMPOSITION OF THE SAMPLE
Male Female
<35 10 21
Aqe >35 ? 13
J. Hiqh 0 1




Marital Married 12 8
Divorced 3 13
Number 0 7 11
of




Children <16 3 4
<2 7 9
Years at
GMHI >2 13 22
This table is constructed by the author. However,
these figures were obtained through the use of
SPSS (Statistical Packages For Social Science).
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The figures in Table 2 represent the Mean Absenteeism Rate
for these personal data.^^ The Mean Absenteeism Rate (MAR)
shows the number of days an average employee is absent from
work in a 3-month period.
As seen in Table 2, males show a higher MAR rate than do
females. This finding is surprising because many studies
indicate that females usually have a higher absenteeism rate
than do males.
Males and females who are 35 years of age and over have
a higher MAR than those who are under 35 years of age.
It appears from Table 2 that males who have been at
Georgia Mental Health Institute (GMHI) more than two years
have a higher mean absenteeism rate than those who have been
there two years or less. However, the opposite is true for
females; females with 2 years or more have a lower mean
absenteeism rate than those females with 2 years or less.
Males and females with school age children less than 16
years old have a higher mean absenteeism rate (MAR) than
those without school-age children (less than 6). See Table
2.
The analysis also shows that absenteeism for males
increases with an increase in education, but the opposite is
^^These results were obtained through the use of SPSS
(Statistical Packages for Social Science) and t-Test. For
further explanation see (Appendix D).
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TABLE 2
MEAN ABSENTEEISM RATE FOR PERSONAL DATA
SEX Male Female
3.0 2.52
AGE (Less) <35 (Over) >35
Male 2.10 3.00
Female 2.3 2.84













Male 2.0 3.0 4.0
Female 3.0 2.45 0.33
MARITAL Single Married Divorced
STATUS
Male 1.60 3.50 2.33
Female 3.00 2.38 2.31
NUMBER OF 0 1-2 3 AND OVER
CHILDREN
Male 2.71 3.00 3.66
Female 2.45 2.77 3.12
SOURCE: These results were obtained through the use of SPSS
(Statistical Packages for Social Science). For
further information see (Appendix D).
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true with females. The higher the education level, the less
likely a female is to be absent from work. Males with
undergraduate degrees, and females with high school degrees
demonstrate a higher MAR.
Table 2 shows that married men have a higher MAR than
single or divorced men. Single women have a higher MAR than
married or divorced women.
Males with one or two children have a higher MAR than
those with no children. It is also shown that females with
children are absent more than females with no children.
The absenteeism rate for the entire sample (56), male,
and female, were also computed. See Appendix B. The
absenteeism rate for the entire sample is 4.2 percent. The
male absenteeism rate is 4.8 percent. The lowest rate is
female, which has a MAR of 4.0. See Chart 1. These figures
indicate the percent of the time an employee is absent from
work.
On the basis of our findings, the following groups are
more likely to be absent.
Highly educated men
Married men or single women
Men with more than two years at GMHI
- People with more children
Less educated women (high school graduate or
undergraduate)
People with school age children
People 35 years of age or older
- Women with less than two years at GMHI.
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CHART 1










SOURCE; This chart is developed by the author. The
percentages are derived from (Appendix B).
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Job Satisfaction and Absenteeism Relationship
When employees were asked if they were happy with their
present job (Appendix k), 35 of the 56 answered, "No." Males
who were not happy with their jobs show a higher MAR than
those who are happy with their jobs (Appendix D). A
surprising opposite fact is that females who are not happy
with their jobs show a lower MAR than those females who are
happy with their present job.
Twenty-eight out of 56 employees were not satisfied with
their existing scheduling system. Employees who are unhappy
with their existing schedule (traditional working hours
schedule) have a higher MAR than those who are happy with
their existing schedule.
When employees were asked the question, "Do you ever
need time during your regularly scheduled hours to leave work
for an hour or so to handle problems with child care, special
shopping, doctor's appointments, banking, etc.?" (Appendix
A), the overall answers show that people who need time during
regular business hours are also more likely to be absent.
(Appendix D).
When the question was asked, "Are you paid fairly for
the work you perform?", 35 out of 56 employees were not
satisfied with their pay. This group demonstrated a higher
MAR (Appendix D) than those who believed that they were paid
fairly.
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Twenty-two out of 56 employees indicated that their
supervisors do not listen to their ideas. This group shows a
higher MAR than those who feel their supervisors do listen to
their ideas (Appendix D).
Thirty-five out of 56 employees said that their work is
boring and repetitive. These employees showed a higher MAR
(Appendix D) than those who did not feel that their work was
boring and repetitive.
Other factors also contributed to the problem of
absenteeism at GMHI. These problems are child care and
transportation. The analysis indicated that 29 out of 56
employees surveyed believe that child care is a problem, and
these employees were absent more frequently than those who do
not think child care is a problem. (Appendix D).
Transportation to work is another factor which seems to
affect the problem of absenteeism. Both males and females
with transportation problems have a higher MAR. However, in
the case of females, transportation appears to be a major
problem. (See Appendix D).
Relationship Between Absenteeism
and Other Employee Behavior
To examine the importance of absenteeism problems and
other related factors (tardiness, department size and
turnover), a second questionnaire (Appendix C) was
distributed to 16 managers in various departments.
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When the managers were asked "In your opinion, how
important is the problem of absenteeism, tardiness and








As noted above, absenteeism, tardiness and turnover rate
are perceived as being important problems by managers.
Tardiness has the highest mean response, and turnover has the
lowest. Turnover rate at GMHI (the separation and
resignation) were computed (Appendix B). The separation rate
for the year of 1985 (during internship period) was 28.4
percent, which is high. The resignation rate for the same
year was 14.5 percent, which is also a very high rate. At an
institution like GMHI where turnover rates are as high as
these indicate, one can also expect high absenteeism.
A correlation analysis between absenteeism and tardiness
among employees at GMHI suggests that people who are usually
absent are also likely to be tardy, or vice versa (Appendix
D). By comparison, the spill-over model that was done by
Beehr and Gupta argues that the three behaviors (absenteeism,
lateness and turnover) are connected because of their similar
causes. This positive correlation between the three
72
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Performance 21 (Jan. 1978): 73-79
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behaviors suggests that a reduction in the tardiness or
turnover problems can be expected if the absenteeism problem
is reduced.
A relationship was also found between absenteeism and
department size, which suggests that larger departments tend
to have a higher absenteeism rate than do smaller ones
(Appendix D).
Reason Given By Employees For Absenteeism
When the question was asked "If you are ever absent,
what is the primary reason or reasons why you had to miss
work?" (Appendix A), 37 out of 56 answered that "personal
business" is the primary reason for their absence. This
suggests that flexible work hours may be the solution to this
problem. The second most important reason for being absent
is "child care problems." Twenty-seven out of 56 believed
that child care was their reason for being absent. The third
reason given for absenteeism was "sickness." Twenty-four
employees indicated that this is a problem to them. Sixteen
out of 56 employees indicated that their primary reason for
being absent is job dissatisfaction. Transportation appears
to be the last factor mentioned by employees for being
absent, with only 8 responding as this being their reason.
Managers were also asked to give possible reasons for
employees' absenteeism and other related problems (such as
44
tardiness and turnover). These reasons are outlined in Table
3 in the order of their frequencies. As seen in Table 3,
"lack of challenge" and "transportation" appear to be the
number one reasons for the personal problems. Sickness, low
pay, and child care also appear to be significant reasons for
these problems.
Effect of Absenteeism on GMHI
Absenteeism may pose a serious threat to the efficiency
and effective functioning of the organization. Absence
affects both hard data issues of productivity as well as
human issues, such as morale. Excessively absent workers
impact the morale of the employees who come to work every day
and can create other types of dissatisfaction among their
workers. By maintaining good records on absences and showing
the negative effects, this may cause the management to take
care of this serious problem which is often ignored.
Absences from work can be costly, such as the cost of
temporary help, poor quality work, overtime pay to co¬
workers, training costs, and increased time spent by
management.
The effect of absenteeism on the labor utilization at
Georgia Mental Health Institute is computed in this section.
(See Appendix B). The labor utilization rate at GMHI is 87.5
percent; in other words, 12.5 percent of the time is
45
wasted by employees. This figure appears to be high, and
management at GMHI should take this figure into
consideration, as reduction of this figure would not only
save the institution costs associated with absenteeism, but
would also improve its functioning.
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TABLE 3





Drugs or Alcohol Abuse
Low Pay
Childcare Problems
Told What to Do

















Lack of Cohesiveness 7
Little Opportunity for Advancement 7
Poor Work Habits 7
4
Conflict with Second Job 6
Domestic Quarrels 6
Being A Single Parent 5
Wrong Perception at the Job A
Lack of Benefits 4
Employees’ Low Level of Education T
Lack of Adequate Job Training 3
Job Has Low Public Esteem 3






VII. CONCLUSIONS AND RECOMMENDATIONS
Findings from this research reveal that absenteeism due
to the need to conduct "personal business" is the most
prevalent reason given for absenteeism problems. This
suggests that flexible work schedules or hours should be
considered by the management of GMHI. Under flexible working
hours, the agency opens its doors from 6:00 a.m. to 6:00 p.m.
Employees can set their time of arrival during the morning
flexible band (7:00 to 9:00 a.m.), and can set the time they
leave work during the afternoon band of flextime (3:30 to
6:00 p.m.). Employees are required to work 8 hours per day
and 40 hours per week. Under "flextime" employees would have
some time to engage in their personal business. "Child care
problems" was the second most frequent reason given to
account for absenteeism. Child care facilities, if feasible,
may help to alleviate this problem. Also, the awarding of
cash incentives for good attendance may motivate GMHI
employees to become more conscientious about their work
habits, particularly attendance. A reduction of employee job
dissatisfaction, either by trying to make the work place more
interesting and/or by listening to the ideas offered by their
47
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subordinates/ may help reduce employee absences.
Managers at GMHI should apply the following methods in
order to help reduce employee absenteeism and tardiness:
1. Require employees to contact their office(s) when
they have to be late or absent.
2. Request reasons for employee absence.
3. Record daily attendance for each employee.
4. Discuss individual attendance records with
employees.
A comprehensive study of the personnel problems that
burden the management of GMHI assisted the writer in arriving
at the above solutions to the problem of absenteeism and
other related problems. A change in the work hours or the
adoption of flexible work hours may alleviate some of these




My name is Assaf A1 Assaf. I need your help. I am a
student at Atlanta University and I am conducting a study
of various personnel issues that confront employees of
GMHI. Please take just a few moments to answer these
short questions. Your name is not required and this
questionnaire is voluntary. Keep in mind, your answers
are CONFIDENTIAL and will not be used to judge you or your




education; Jr. High School High School
College (undergraduate) College (graduate)
marital





1. Are you happy with your present job? Yes No
2. Does the existing scheduling system satisfy you?
Yes No
3. Do you ever need time during your regularly scheduled
hours to leave work for an hour or so to handle problems
like child care, special shopping, doctor's appointments,
banking, etc.? Yes No
If you had the option (at your convenience) to arrive at
work an hour late and continue working an hour later than
scheduled, or to arrive at work an hour early and leave an
hour early, would this reduce the number of times you are
absent or late? Yes No
4. Are you proud to tell your family and friends about
your job and where you work? Yes No
5. Are you paid fairly for the work you perform?
Yes No
6. How many times have you been absent in the last three
months?
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7. How many times have you been late for work in the
last three months?
8. How many hours do you work each week?
9. If you have children, is child care a problem?
Yes No
10. Is transportation to and from work a problem?
Yes No
11. If you are ever absent, what is the primary reason or
reasons why you had to miss work?
sickness personal business
child care problems job dissatisfaction
transportation problems other;
12. If you are ever late for work, what is the primary
reason or reasons why you were tardy?
sickness lack of sleep
child care problems personal business
transportation problems job dissatisfaction
other;
13. Does you supervisor motivate you to do your best?
Yes No
14. Does your supervisor listen to your ideas?
Yes No
15. Is your job stressful? Yes No
16. Do you have the freedom to work on projects of your
choice or does someone tell you what to do each day?
You choose your own work Someone tells you
17. Is your work boring or repetitive? Yes No
18. Do you get praise or reward for doing a good job?
Yes No
19. In your opinion, is your department understaffed and
overworked? Yes No
** Please return this form to Assaf Al Assaf by placing
the completed form in the stamped envelope and dropping
it in the mail. Thank you very much for your help.
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APPENDIX B
CALCULATION OF RATES AND LABOR UTILIZATION
Computations
p. 38 Formula: Absenteeism Rate (AR)
AR = WDL
e X WDL
AR = Absentee Rate
WDL = Worker Days Lost (through absence)
e = Average employee population
WD = Number of days available per employee
AR = 149 = 149 X 100 = 4.2% Total
56 X 63 3528
AR = 66 = 66 X 100 = 4.8% Males
22 X 63 1386
AR = 83 = 83 X 100 = 4.0% Female
33 X 63 2079
p. 44 Formula: Labor Utilization Percentage
U = NH
H
Where U = labor utilization percentage
NH = Nonproductive Hours (absence, breaks, down
time, prep time, rework)
H = work hours available
300 employees
1 hour a day wasted for each employee
66 days in 3-month period
= 16380 total nonproductive hours per three
months
310 X 1 X 66 = 20460 = 12.5%
163680 1&380
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p. 41 Formula; Separation and Quit Rates
SR = NT
e
NT = Number Terminated during the period
e = Average Employee Population










My name is Assaf Al Assaf. I need your help. I am a
student at Atlanta University and I am conducting a study
of various personnel issues that confront employees of
GMHI. Please take just a few moments to answer these
short questions. Your name is not required and the
questionnaire is voluntary. Keep in mind/ your answers
are CONFIDENTIAL and will not be used to judge you or your
supervisor's performance. Thank you for your time.
1. How many full-time employees were in your department
in 1985? (not including yourself)
2. How many full-time employees in your department were
fired in 1985?
3. How many full-time employees in your department were
laid off in 1985?
4. How many full-time employees in your department quit
in 1985?
5. In your opinion, how important is the problem of
turnover in your department? (circle one)
12 3 4 5 6 789 10
6. In your opinion, how important is the problem of
absenteeism in your department? (circle one)
12 3 4 5 6 789 10
7. In your opinion, how important is the problem of
tardiness in your department? (circle one)
12 3 4 5 6 789 10
8. In your opinion, how would you rate your average
employee's level of motivation? (circle one)
12 3 4 5 6 789 10
9. Approximately how many days is your average employee
absent in a two month span?
10. Approximately how many days is your average employee
late for work in a two month span?
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If your responses on page one indicated that turnover,
absenteeism, tardiness, or motivation is a problem, please
complete the following section.
**Place a check beside each statement that you believe may
cause any of the three problems listed above (turnover,
absenteeism, tardiness, motivation). You may check as
many as you desire.
conflict with second job
too much partying
work hours do not fit schedule
boring-repetitive work
employee had wrong perception of the job's
requirements
job is not challenging
employee has too little responsibility
drug or alcohol abuse
low pay
employee's low level of education
lack of adequate job training
being single parent
sickness/injury
lack of cohesive feeling among coworkers
domestic quarrels
child care problems
employee is not free to choose his/her daily
activities...is told what to do in detail
job has low public esteem
little opportunity for advancement
lack of benefits
poor work habits




Please return this form to Assaf Al Assaf by placing the
completed form in the stamped envelope and dropping it in
the mail. Thank you very much for your help.
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APPENDIX D
SPSS and T-Test Results
These figures were
with assistance of
obtaired throug!. the use of SPSS and T-Test,
Sarny Sidky (Faculty, Atlanta University).
Males Females Tlfest 5?ipnifirflrrA
3.0 2.52 COCD• .39
AGE
<35 >35 T TEST SIGNIFICANCE
Total 2.23 2.91 -1.3B .19
Males 2.10 3.00 -1.23 .23
Females 2-3 2.8 4 -.78 .44
1
YEARS AT GMHI
<2 >2 T TEST SIGNIFICANCE
Total 2.33 2.71 -.61 . 54
Males 1.71 3.38 -1.91 .07
Females 2.83 2.31 .66 . 52
AGES OF CHILDREN
<6 •'j6 T TEST SIGNIFICANCE
Total 2.77 3.17 -.52 .61
Males 2.71 3.33 -.63 .55
Females 2.03 3.00 -.13 .90
EDUCATION
HIGH SCHOOL UNDERGRAD GRAD SCHOOL F RATIO SIGNIFICANCE
Total 2.76 . 2.74 "2.43 .072 .93
Males 2.0 3.0 4.0 .98 . 39
Females 3.0 2.45 0.33 2.5 . 10
MARITAL
SINGLE MARRIED DIVORCED F RATIO SIGNIFICANCE
Total 2.53 3.05 2.31 .69 • 30
Males 1.60 3.50 2.33 2.33 .12
Females 3.00 2.38 2.31 .36 .70
NU.MBER OF CHILDREN
0 1-2 3 + F RATIO SIGNIFICANCE
Total 2.55 2.90 3.27 .42 .66
Males 2.71 3.00 3.56 .20 .82
Females 2.45 2.77 3.12 .24 .79
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QL. Are you happy with your present job?
YE3 T TEST SIGNIFICANCE
Total 2.74 2.67 .12 .90
Males 2.33 3.20 -.40 .69
Females 2.68 2.18 .69 .50
Q2. Doe s the existing scheduling system satisfy you?
YES NO T TEST SIGNIFICANCE
Total 2.64 2.79 -.26 .80
Males 2.50 3.36 -.92 .37
Females 2.73 2.41 .46 .65
Q3. Do you ever need time during your regularly scheduled
hours to leave work for an hour or so to handle problems
like child care, special shopping, doctor’s appointments.
banking. etc.?




Males 3.00 3.00 .00 1.00
Females 2.62 2.00 .71 .’48
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Q5. Are you paid fairly for the work you perform?
YES NO T TEST SIGNIFICANCE
Total 2.45 2.86 -.72 .47
Males 2.66 3.13 -.45 .66
Females 2.36 2.63 -.39 .70
Q9. If you have children. is child care a problem?
YES m T TEST SIGNIFICANCE
Total 3.00 2.35 1.18 .24
Males 3.19 2.50 .68 .51
Females 2.77 2.29 ,67 .51
QIO. Is transportation to work a problem?
YES NO T TEST SIGNIFICANCE
Total 3.38 2.44 1.60 .12
Males 3.25 2.85 .42 .68
Females 3.50 2.20 1.68 .10
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Q14. Does your supervisor listen to your ideas?
YES T TEST SIGNIFICANCE
Total 2.33 3.27 -1.73 .09
Males 2.55 3.31 - .82 .42
Females 2.25 3.22 -1.29 .21
Q17. Is your work boring or repetitive?
YES T TEST SIGNIFICANCE
Total 2.79 2.57 .40 .69
Males 2.92 3.11 -.20 .84
Females 2.71 2.16 .77 .45
Computer results between absenteeism and tardiness indicated
that there is a positive correlation (0.19) between these two




Significant relationship was found between Absenteeism and
department size. Positive correlation (.49) suggests that
larger departments tend to have higher Absenteeism Rates.
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